When analyzing the causes for the failure of previous programmes, the following issues are usually focused on: whether the results of the programmes were timely, whether the budget was not exceeded, and whether the results met certain quality parameters. In some cases, the analysis can testify that the programme was completed successfully, the team acted successfully, settlements with suppliers were completed, and stakeholders and users were satisfied. But much rarely the question arises, whether the organization is really ready for the changes that the programme implements. The subject matter of the study in this article is the process of introducing changes to the activities of an organization. The goal is to develop a tool for analyzing the possibility of introducing changes to the work of an organization. The objectives are to consider specific aspects affecting the results and the possibility of introducing changes to an organization; to consider and justify the main problems and sources of resistance to changes; to develop a model for assessing the intensity of resistance to changes. The following methods were used while studying the set problem -logical generalization, analysis and synthesis, structural analysis. The following results were obtained: the model was developed for calculating the total resistance to the programme of changes or transformations, taking into account the intensity of programme implementation and its successful completion. The possibility to assess the level of resistance to changes is suggested, this level can be both high and low since the personnel of an organization and especially its management body can be satisfied with the stability of the company. The features of change programmes were analyzed and the main problems related to the personnel were specified. The problems were divided into two components: a component which relates to the organization management body and a component that is directly linked to the team working on the programme. Conclusions. The start-up tool for analyzing the implementation of the change programme in an organization was developed, that is, if the resistance to changes is higher than the organizational potential of a company, there cannot be any benefits from implementing the programme of changes. Therefore, the general resistance to changes in the organization should be reduced and only after that any change programmes and projects can be considered.
Problem statement
Outdated forecasting models under the changing economic situation and ambiguous steps of global regulators cannot give the precise picture of the world to economists, analysts and experts. Efficient social and economic policies cannot be built without this. Moreover, forecasts which are not backed up by a practical part are not needed today, so the forecasting segment itself has changed a lot over recent years, although traditional methods have remained the basis. The basic economic models appeared as obviously out-of-date after the 2008 crisis when it became clear that companies and governments were not ready for such challenges and problems because they had not been predicted by anyone or simply had not been taken seriously. The mutual integration of the branches of science, economics, industry, and the huge number of "dead zones" which all experts have not even tried to consider previously cause the need for a new approach.
This can be seen using the example of such a modern industry as project and programme management. When analyzing the causes of the failures of previous programmes, whether the results of the programmes were timely, whether the budget was not exceeded, and whether the results met certain quality parameters. In some cases, the analysis may indicate that the programme was successfully completed, the team acted smoothly, settlements with suppliers were complete, and the stakeholders and users are very satisfied. But much rarely the question arises, whether all the benefits that had been stated and forecast at the moment of obtaining the investment were achieved due to the programme.
The analysis of recent studies and publications
Among the main scientific approaches in the field of project and programme management, the following ones should be singled out: systemic and programme-oriented (V. Glushkov, B. Miller, R. Pospelov, A. Iirikov, D. Cleland and others), the theory of complex system management (Ye. Druzhinin, M. Mesarovich, I. Takahara, N.
Moiseev, Yu. Germire, V. Volkovich, V. Mikhalovich), classical theory of project management on the basis of PMBOK standard (V. Voropaev, S. Bushuev, N. Bushueva, I. Belokon, V. Rach, R. Tian, V. Shapiro, I. Mazur, B. Demidov and others), the system of knowledge on managing the innovative projects and programmes of enterprises -Р2М (S. Bushuev, N. Bushueva, Hiroshi Tanaka, Shigenobu Ohara).
The main principle of the programme-oriented approach is planning from goals to means [1, 2] . The approach involves a comprehensive system solving tasks taking into consideration all significant factors, connections and constraints, and also implies the responsibility of all performers for achieving the goal.
The complexity and diversity of problems and systemic situations that arise in the organizational system requires the development of formal procedures of organization and management. To do this, at the initial stage, in accordance with the programme-oriented approach, a project goal (goals) should be set. The achievement of the desired result is based on the hierarchy of goals, the main techniques of their building are described in papers [3, 4, 5] .
The theory of managing innovative projects and programmes of enterprises was founded in 2009 [6] . S. Bushuev, N. Bushueva, Hiroshi Tanaka have systematized the methods and models of managing innovative projects and programmes of an enterprise. They created a new "quality vision" that was adapted to the conditions of the development of Ukrainian technological clusters. Also, the positive component of this scientific approach undoubtedly lies in the fact that it is based on the mechanisms that help enterprises develop and widely use innovations in production activities.
The goal of the article
Traditional approaches to managing programmes and projects are still used by many organizations to manage and implement changes. But such methods are likely to lose their efficiency as the nature of changes and the problems that arise in connection with them are becoming more and more serious. There are three trends that determine the need to implement new approaches to introducing changes to an organization. First, changes in the organization are becoming more complex and interconnected. Second, the realization of real business benefits involves inter-functional and interdisciplinary coordination of changes. As a rule, this is the transformation of processes, systems, structures, and often co-operation with third parties who act as suppliers and partners. And third, the available organizational structures, processes and systems do not support this kind of activity. Therefore, there appears a need to develop new tools for managing programme changes in an organization that would cover all three trends. So, this article deals with the development of such a tool.
Basic material
It is becoming increasingly apparent that traditional methods of responding to changes and managing changes do not produce the expected results any longer and in some cases, unintentionally cause new problems. The authors believe that this happens due to two problems:
The first one is the distinction of independent changes from the dependent ones. In the past, the requirements for changes (as well as their impact) were often limited to solving the problems of a particular functional unit or business area. Today, the stable system relationships between the most important initiatives aimed at making changes in a specific organization are becoming more evident. There is not a single problem in isolation and "point solutions" are most often associated with possible costs and side effects that arise outside the direct impact of any particular problem. Increasingly, the changes do not only determine the boundaries between people, processes, technologies, departments and geographically distant branches of one organization but go beyond the boundaries, affect suppliers, customers, strategic partners and other third parties.
The other problem includes the basic the main concerns of the organization against initiatives aimed at implementing changes. In the past, the attention of managing teams was focused primarily on running an enterprise. Any projects or initiatives were often considered secondary and, as a conclusion, the enterprise administration only paid attention to managing them only when there was time. In markets which are stable, managers direct their efforts mainly to meet the needs of production. But in today's dynamic markets and intensively competitive environment, the size, scale and characteristics of changes are becoming weightier. This means that the amount of efforts spent on the implementation of these initiatives is substantially increasing. Unfortunately, the existing organizational structures, for the most part, are aimed at "ordinary business management" rather than at the implementation of unique initiatives related to the transformation. Strategic initiatives aimed at making changes cannot be managed any longer by expanding available project management activities. This requires a new approach.
One of the versions of the new approach can be the model below, at least it can help handle the second problem.
To study the programme of changes and transformations in an organization, the model was modified; its basis is described in [7, 8] , which is as follows:
where I is the intensity (integrated flow of resources) of programme implementation; U is the organizational potential (which can be considered as driving forces) of an enterprise;
R is the general level of resistance to changes which the programme implements (similar to electric resistance); b R is the basic resistance to changes in an organization (it can correspond to the level of the enterprise technological maturity);
V is general features of the desired future; F is the uncertainty of the programme implementation at the start; E is the general resistance to changes which are implemented by the programme from the stakeholders [9, 10] .
where b E is the general resistance to the changes of stakeholders that are inside the organization; 0 E is the general resistance to changes of external stakeholders.
And driving forces are calculated according to the formula:
where j a is the weight coefficients of driving forces; j u is the rates of driving forces -(0, 1).
The general resistance is calculated as follows:
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where l b is the weight coefficients of the internal resistance; l r is the rates of internal resistance -(0,1); k b is the weight coefficients of external resistance; k r is the rates of external resistance -(0,1).
The dependence of the vision of the desired future characteristics is formed as follows:
where 1 g is the weight coefficient of the uncertainty of the desired future vision; 2 g is the coefficient of the rate of updating the characteristics of the desired future vision; t is the time for programme implementation.
The dependence of the uncertainty of the programme implementation at the start is as follows:
where 1 n is the weight coefficient of the general uncertainty of the programme start; 2 n is the rate of updating the characteristics of the programme start; t is the time for programme implementation.
Basing on the given model of the calculation of the total resistance of the programme of changes or transformations and taking into account the intensity of the programme implementation and its successful completion, the general level of resistance to changes can be determined as high or low. In this case, it is necessary to accept the limit value of the high level of resistance. Thus, it can be concluded whether the staff of an organization and especially its management body, are satisfied with the stability of the organization.
Thus, a start-up tool for analyzing the implementation of the programme of changes or transformations in an organization is obtained, that is, if the resistance to changes is higher than the organizational potential of the company, there cannot exist any benefits from implementing the programme changes. Therefore, the general resistance to changes in the organization should be reduced at first and only after that any programmes and projects can be considered.
Let us detail the factors that can contribute to increasing the internal resistance in the organization, in terms of the features of the change programmes.
But before describing the main features of the preparedness of the administration and the team for implementing the programme of changes, the main features of the programme of changes should be determined:
-the program can be permanent and do not end until the decision to complete it is made or when it loses its relevance;
-the programme spreads when new information is received. One should be prepared to the fact that the basic results will be determined and the plans will be improved regularly.
-programmes are always more complex than projects and can have several different results, each one having its own value. But the total value of the results of the change programme is always significantly higher than the sum of the values of programme results taken separately. Now, after the peculiarities of the programme of changes have been detailed, the main problems associated with the personnel of the organization can be considered. The problems we will divide into two components: the component that belongs to the management body of an organization and the component that relates to the team which directly works on the programme.
The problems of the management body аre as follows:
1. Senior management in organizations is usually formed on the basis of functional roles and types of responsibilities aimed at managing current operations but not at implementing integrated unique initiatives.
2. The style and skills of management and administration that are relevant to managing current operations often do not seem to be suitable for managing complex initiatives related to changes; 3. Middle-rank managers (but not high-level ones) are usually responsible for the success or fiasco of initiatives in the organization. This results in a discrepancy between the reporting procedures and the powers that are required to accomplish the tasks.
4. Lack of reporting and accountability can result in dysfunction of initiatives where high-level stakeholders do not come to an agreement and try to affect the programme they are not responsible for.
The problems of the team that works on the programme are as follows:
Potential team members do not always want to leave the usual career structure and refuse the set growth opportunities within linear functions in order to try themselves as a project/program participant related to, according to popular belief, a more serious personal risk and limited career opportunities.
If team members are engaged in fulfilling their functional responsibilities within the current activities of an organization, the loyalty of individuals will primarily be directed to the usual work organization. Function leaders also reluctantly agree to release their most valuable resources for working on projects or programmes.
Team members with experience in performing operational functions often find that the terms of work on a programme or project are inconvenient and problematic for them and they are not constantly satisfied with them like they are satisfied with their usual daily activities. And in the end, even the most talented employees can get rid of the motivation.
The success of projects and programmes often depends on specific deficient skills. Failure to recognize this at the stage of planning and developing a schedule for implementing initiatives leads to the creation of projects and programmes whose resource requirements cannot be met.
To solve the above problems, the following tools and techniques are suggested for using (Table 1 "Programme  management and control", Table 2 "Team building and developing").
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Table 1. Programme management and control
Methods and tools Explanations/advantages Assessment of management organization
The structure of the organization management body is studied; the assessment is made to understand if this structure is suitable for managing successful programmes as well as for monitoring current activities.
It is better to use the methods that are built on the basis of the model of the enterprise technological maturity that are described in [2, 11] It determines the balance between the work on the programme and current activities as compared to the balance between primary responsibility and the concentration of the attention of the management body. It can lead to restructuring the executive management to ensure strong leadership and purposeful management of important programmes.
The matrix of management responsibility distribution
It identifies specific types of role responsibilities and accountability in the sphere of programme management activities.
A clear definition of roles and areas of responsibility will allow the programme team to identify and require managerial support to accelerate decision-making or problem-solving.
Master-class with management body and programme support group
Objectives, tasks and expectations form the programme implementation are developed and formulated.
The master-class technique is described in [12] A clear definition of the requirements of the stakeholders allows the team members to understand what is necessary to be done for success and what it should be like.
Training and developing management body
If relevant, in order to support the programme implementation, managers can be appropriately trained, which will allow them to understand better the nature of the future programme, the risks associated with it, and to understand the problems and requirements that may arise in the programme team. It helps to achieve some level of common ground with management regarding the nature of uncertainty and manageable risks as well as the peculiarities of information and problems that will likely result from the implementation of the programme. It can also contribute to a deeper understanding of those areas of activity in which managerial methods that are different from the typical day-to-day management would be more effective.
Summing up the data in the table, the following conclusions can be made:
-The roles of senior executors involved in managing and supporting decision making need to be clearly determined.
-The appropriate authorities should be created: the organizing committee, the project commission, the board for monitoring the changes in the programmes. These structures may differ from existing organizational structures and their relationship should be clearly defined.
Let us detail these organizational structures.
The organizing committee This is a committee that usually includes a person who supports the project or programme, as well as other executives who are interested in the success of the programme or project. The role of the organizing committee is to monitor the implementation of initiatives. If problems arise, it acts as the decision maker. The organizing committee strategically evaluates the management of risks associated with the programme and approves the risk response strategy. The organizing committee is also responsible for making changes to the budget of the programme or project and for using funds which are allocated for an emergency.
A successful organizing committee has the following features:
-it comprises people who are officially interested in the programme implementation and are authorized to made decisions and complete tasks;
-it is able to consider a programme in the context of more general strategic problems;
-it is responsible for decisions it makes.
The project commission
Within the programmes that are characterized by constant attention to the technical aspects of products, the project commission can as a body responsible for the consistency and the possibility of applying product design. This group is responsible for ensuring that the draft decision fully meets the needs and objectives of the organization and serves as the main functional unit providing quality and control.
The board for monitoring changes in programmes
If a project is complex in nature, joint requests for changes can be insufficiently evident in terms of the programme management group. The board for monitoring changes in programmes comprises those who are good at technical issues of products that are realized by an organization, at technological processes and methods as well as at available risks. This board is responsible for assessing the impact of changes in terms of costs, schedule and, what is most important, of risks. To work efficiently, this board needs powers that allow it to say "yes" or "no" to specific changes.
Traditionally, the project commission and the programme for monitoring changes in programmes along with the programme manager are accountable to the organizing committee.
Based on the data presented in the table, it can be concluded that the building of highly efficient teams for working on programmes and projects requires support that is expressed in the relevant HR management policy: personnel selecting, training, managing the results of operation, schemes of paying rewards and bonuses and career growth for those who work on projects and programmes.
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The Statute (Charter) of the team
The document is created by the team working on the programme and defines the models of work, the principles of collective interaction as well as the policy of work with personnel and procedures.
It is often created in the format of the master class during the opening meeting or the period that continues alongside it. It is an introductory package of documents for the team. More details are given in [12] The development of the statute allows the team to elaborate a set of constructive principles and behavioural patterns that together are a centrepiece of the collective culture that promotes mutual respect, support, teamwork and the achievement of results.
The matrix of team skills
It visualizes the team that work on the programme and the skills that this team should have [14] It allows the program management body to match the requirements for roles with the skills that are available in the team and to identify the need for training or alternative resource supply.
Team summary meetings
Permanent actions conducted in accordance with the schedule, where the team evaluates their activities, analyzes the experience gained and provides the latest information on the implementation of the programme [15] .
It promotes the team's common understanding of the programme and the roles of team members in the wider context of the programme implementation. In addition, it strengthens the combat spirit, moral condition and team culture.
Assessment of team activity results
This is an officially recognized process within which the team sets goals. The results of the programme implementation are assessed according to these set goals.
It ensures the stable management of the career growth for team members who work on the programme. It also provides a mechanism for fair distribution of recognition and monetary awards.
Another characteristic that can lead to an increase in resistance to change is the change itself.
Sometimes, the following formula for assessing driving forces can be used instead of (4) for the sake of simplicity
where Ch is the organization preparedness to changes; M is the scope of changes. That is, the greater the preparedness of an organization to changes, the greater the driving forces and, accordingly, the greater the scale of the changes, the more efforts are needed to implement the program.
Let us detail the concept of the scale of changes and the preparedness of an organization to changes.
The scales of planned changes are characterized by the following indicators:
-a number of stakeholders involved in the implementation of changes; -the influence on the main areas of competence; -time limits for implementing changes; -the number of people who are affected by changes; -the stage of necessary behavioural transformations; -a number of simultaneous transformations in processes, technologies and skills.
To assess the preparedness of an organization to changes, the following aspects should be analyzed:
-support from decision makers; -the degree of agreement among management (managerial consensus); -the awareness of the need for changes by those who are under their influence; -history (successful/unsuccessful) of previous changes;
-the need to transform the culture of the company; -resources allocated for the implementation of changes.
Conclusions
The article presents the model for assessing the overall intensity of resistance to changes in an organization. Basing on the given model for calculating the total resistance to the programme of changes or transformations and taking into account the intensity of the programme implementation and its successful completion, the total level of resistance to changes can be determined; this level can be both high and low since the personnel of an organization and especially its management body can be satisfied with the stability of the company.
One of the main causes for the high resistance to changes due to the lack of effective leadership and teamwork were also considered because quite often these areas of activity in organizations are not sufficiently developed and very little time and efforts are given to the effective program support. To solve these problems, the list of tools and measures was proposed ( Table 1,  Table 2 ).
Thus, a start-up tool for analyzing the implementation of the programme of changes or transformations in an organization is obtained, that is, if
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Innovative technologies and scientific solutions for industries. 2018. No. 4 (6) the resistance to changes is higher than the organizational potential of the company, there cannot exist any benefits from implementing the programme changes. Therefore, the general resistance to changes in the organization should be reduced at first and only after that any programmes and projects can be considered.
